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Abstract 
 
Mwenesa Osborn Kwena 
Impact of district-level managerial training of Kenya of government officials on the scale-up of 
community- led total sanitation 
 (Under the direction of Jamie Bartram) 
Many organizations in the water, sanitation, and hygiene (WaSH) sector educate and train local 
stakeholders in order to increase the effectiveness and efficiency of their WaSH interventions. A 
key challenge has been measuring how well these training contribute to WaSH improvements 
and scale-up. I used a conceptual framework to evaluate a community-led total sanitation 
(CLTS) management training program in Kenya. Interviews guide were administered to 52 
government officials in Kenya from June 2013 through July 2015. We evaluated trainings using 
three main themes: resource mobilization, partnership and supervision. The results showed that 
partnership skills were being applied by the trainees in their jobs. Trainees identified lack of 
quality supervision from the reflective training they were getting. Resource mobilization skill 
was not being used by most participants as there was a designated person within the ministry 
who was in-charge of this function. We suggest that our conceptual framework can support the 
design of future training programs and the evaluation of outcomes in the WaSH field.
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1. Introduction 
1.1  Background and problem statement 
 
Remarkable progress has been made over the past decades in water, sanitation and 
hygiene (WaSH). The number of children dying from diarrheal diseases, which is associated 
with poor water, inadequate sanitation and hygiene, has fallen from 1.5 million deaths in 1990 to 
just above 600,000 in 2012 (WHO, 2016). Yet 2.5 billion people still do not have access to 
improved sanitation and 1 billion people practice open defecation associated with the death of 
approximately 760,000 children every year (WHO, 2016). Only one-third of countries globally 
have human resource strategies for WaSH (Crocker, 2016 in press).  
 A 2010 World Bank WaSH report proposed that local governments could provide the 
roadmap to scale up rural sanitation (Kopitopoulos, 2010), as local government administrations 
exists in most countries and have the necessary infrastructure to reach a wider population. 
Targets 6.a and 6.b of the Sustainable Development Goal emphasize the need to support and 
strengthen the participation of local communities as well as to expand international cooperation 
and capacity-building support for developing countries in water and sanitation programs. Most 
government officials still rely on non-governmental organizations (NGOs) for logistical and 
technical capacity (Agile, 2003) due to inadequate financial resources and understaffing (IWA, 
2013) which has greatly hampered government-led WaSH programs. There is a large capacity 
gap in the water and sanitation sector due to inappropriate training and ill-equipped institutions 
that do not address the essential knowledge and skills needed in the sector (Ngai, 2013). NGOs 
and aid agencies have been largely responsible for building capacities of the local communities 
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but in a short timeframe; efforts which have been unstainable for long term WaSH scale up 
(Ngai, 2013). 
Despite these efforts, there has been no evaluation framework for WaSH trainings. This 
study proposes and applies a training evaluation framework `that can be adopted to evaluate 
WaSH training interventions.  
1.2 Study context 
 
Community-led total sanitation (CLTS) emerged in the year 2000 as a participatory 
approach to address open defecation (Kar and Chambers, 2008), and is now a well-established 
approach that has been implemented in over 50 countries (IDS, 2011). CLTS is a behavior 
change strategy where rural communities are inspired and empowered to stop open defecation 
without offering them external subsidies (Kar and Chambers, 2008); the community is prompted 
to stop open defecation and to build and use latrines.  
In Kenya, the Ministry of Public Health and Sanitation adopted a national CLTS policy 
for scaling up sanitation in 2011 (Musyoki, 2011). The policy emphasized working through 
partnerships and devolved government structures throughout rural Kenya to reach all the 
communities and ensure they are open-defecation-free (Musyoki, 2011).  The district level local 
government officials were to help with the coordination and implementation of CLTS and 
sanitation programs at the district level, however, most lacked the capacity and resources to carry 
out this role (Crocker, 2013). With these constraints on government capacity to trigger rapid 
scale up of CLTS, the University of North Carolina-Chapel Hill’s Water Institute, in 
collaboration with Plan International partnered with local governments through the Ministry of 
Public Health to train and build capacity of district level government officials. We applied a 
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conceptual framework (Figure 1) developed by (Crocker, 2016 in press) to evaluate the district 
government officials CLTS training program. We also assessed how the officials used the skills 
taught to improve attainment of overall organizational goals. The officials were trained on 
specific skills:  supervision, partnership and resource mobilization, which are useful for 
promoting scale up of sanitation programs. 
1.3 Significance of the study 
 
There are few evaluations of training in WaSH most of which lack objectivity (Crocker, 
2016 in press). Most organizations that carry out WaSH trainings do not monitor or report on 
their training programs and training indicators (Ngai, 2013). Even with the existing capacity 
building in the WaSH field, training does not match the needs required for scale up of WaSH 
programs (Cavill et al, 2011). Based on this shortcoming, we sought to close this knowledge gap 
and identify how we can best improve the evaluation WaSH training programs. To match skills 
and needs, we shall assess how skills taught during the training were used by the government 
officials in work.  
1.4 Conceptual Framework 
 
Our study was based on a conceptual framework (Figure 1) for evaluating training 
programs in WaSH developed by Jonathan Crocker (Crocker, 2016 in press).  The conceptual 
framework included “target outcomes,” “trainee influences” (characteristics of trainees) and 
“context influences” (characteristics of the training program and work environment). The target 
outcome related to the objectives of the organization leading the training program, and 
“influences,” which are factors that affect outcomes.  The term target was used to convey that 
other outcomes beyond the training objectives may occur. (Crocker, 2016 in press).Three target 
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outcomes of training included: learning, individual performance, and improved programming. 
The framework also had six influences: attitude and motivation, ability, knowledge sharing, 
training design, organizational factors, and external factors that were used to evaluate knowledge 
transfer after the training.  
 
Figure 1: Conceptual framework for evaluating training programs in WaSH. This framework is an 
adaptation of concepts from training evaluation literature for practical use in WaSH studies. 
 
Below is a description of the terms used in the conceptual framework (Crocker, 2016 in press).   
Category Term Definition 
Outcomes 
Learning Knowledge and skil ls gained by trainees. 
Individual 
performance 
Changes made to work activities by trainees through application of learning. 
Improved 
programming 
Increased sense of responsibility within trainees’ organizations, and increased 
scale and duration of the programs in question, while program quality is 
maintained or improved. Increased scale refers to an increase in the number of 
communities or people benefiting from the programs. 
Trainee 
influences 
Attitude and 
motivation 
Motivation to learn, and attitudes toward learning, training material, and their 
work. 
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Ability 
As ability influences learning: cognitive ability and prior learning. 
As ability influences individual performance: abil ity to transfer training content 
into work activities, which includes understanding the relevance of training 
content to their work, and ability to see opportunities to apply learning in their 
work. 
Knowledge 
sharing 
Trainees passing learning on to colleagues within their organization or within 
partner organizations. 
Context 
influences 
Training 
design 
Training structure (e.g. setting, sequence of training material), and methods and 
tools (e.g. communicating training objectives, field work). 
Organizational 
factors 
Characteristics of trainee organizations that influence trainees’ application of 
learning to their work activities, or that influence the links between individual 
performance and improved programming. These can be split into people-related 
and work system factors. These can include within- and between-organization 
factors, such as Memorandums of Understanding, and coordinating committees. 
External 
factors 
Factors beyond the training program, trainees, and their organizations that 
influence programming. 
 
The focus of our study was on the final outcome “improved programing. We evaluated 
how the trained government officials applied the management skills including: partnership, 
resource mobilization and supervision on improving the scale up of sanitation programs.  
1.5 Research objective 
To assess district government officials CLTS management training using a conceptual 
framework 
1.5.1 The specific objectives: 
1. To understand how government officials described the effect of the Plan-Kenya training 
on sanitation programs 
2. To assess how district government officials described their application of skills gained 
during CLTS managerial training.  
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2. Literature review 
 
The purpose of our study was to assess community-led total sanitation management 
training that took place in Kenya. Our study was part of larger study that was evaluating a 
conceptual framework that was developed and evaluation of the training process. The conceptual 
framework (Figure 1) had three targeted outcomes namely: learning, individual performance and 
improved programming. A precursor evaluation to this technical report developed a conceptual 
framework for training evaluation in WaSH (Crocker et al, 2016 in press). This framework 
incorporated aspects from above mentioned literature, and adapted it. I used this framework to 
organize findings. A more thorough description of the framework is available in the introduction 
section. 
A comprehensive review of literature was conducted to examine previous research in the 
area of training transfer, external influences affecting knowledge and skill transfer across 
organizational settings. 
2.1 Training 
 
Gordon (1992) defines training as the planned and systematic modification of behavior 
through learning events, activities and programs which result in the participants achieving the 
levels of knowledge, skills, competencies and abilities to carry out their work effectively. Noe 
and Schmitt (1986) define training as a planned experience designed to bring about permanent 
change in an individual‘s knowledge, attitudes, or skills.  Cole (2001) emphasized that training is 
one of the most important potential motivators which can lead to both short-term and long-term 
benefits for individuals and organizations. Training improves both organization and employee’s 
performance. Stewart et al. (2000) state that an employee who receives knowledge through a 
training process increases their job-related ability or performance. Training thus helps to 
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improved employee performance and has a distinct role in the achievement of an organizational 
goal. 
2.2 Training transfer   
 
Baldwin and Ford (1988) define transfer of training as the degree to which trainees 
effectively apply the knowledge, skills, and attitudes gained in a training context to the job. 
Broad and Newstrom (1992)-described training transfer as an effective and continuing 
application of learnt knowledge and skills gained in training to areas both on and off their jobs.  
The knowledge, attitudes, and/or skills learned in training are translated into improved 
performance by the individual in relation to specific jobs, tasks, or activities (Burke & Baldwin 
1999). Chiaburu and Marinova (2005) note that the effectiveness of transfer is centered on the 
employee‘s ability to apply knowledge toward improved or increased job-related performance in 
a task-oriented environment. Baldwin and Ford‘s work (1988) corroborates Chiaburu and 
Marinova‘s application of learning by noting that the learned skill/behavior must be generalized 
to the context of the job and be maintained over a period of time to be considered effective. The 
work of Yamnil and McLean (2001) also reflect this concept of application of learning by noting 
that for transfer to occur successfully, a positive change in performance must occur, though it 
failed to examine system-wide elements to determine whether a training program could not 
provide the necessary change nor did their study take into consideration the barriers within an 
organization that trainees face when attempting to transfer the learning into the workplace. 
Application of knowledge by trainees is best measured by on how they transfer their 
learned skills within their organization (Velada, et al. 2007). To better understand training 
transfer, (Holton 2005) points out that a conceptual framework found within transfer must be 
further examined within the structure of an organization; the role of training transfer research is 
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to formulate and understand the learning process and how learning is transferred in both 
individual and organizational contexts. Training transfer thus helps to define the parameters of 
the learning process and contributes to an understanding of the dynamics that shape the learning 
process and the intended performance outcome (Huczynski & Lewis 1980). 
2.3 Training design 
 
Holton (2005) defines transfer design as the degree to which training has been designed 
and delivered to give trainees the ability to transfer learning to the job, and training instructions 
match job requirements. Transfer design is a combination of instructional or training design, 
application, and training delivery with the intention of linking learning with individual 
performance (Holton, et al. 2007). However the exact style of design varies because of 
organizational cultures and structures within the organization (Burke & Hutchins 2007). The 
emphasis is on the design of the learning activities which directly influences transfer, therefore, 
consideration of the construction and delivery of these activities is critical for transfer to occur 
(Colquitt, et al. 2000b). Holton (1996) states that transfer designs will vary considerably 
depending on content, cultures, and other situational factors and illustrates this uniqueness in the 
model through the influence of transfer design with the component -linkage to organizational 
goals. 
Holton, et al (2005) stresses that for effective transfer design; the training must match the 
job requirements. If the effectiveness of transfer is a positive change in individual performance, 
then the content, design, and delivery of the training must correspond as directly as possible with 
the work environment and job requirements. The training must tie in with the requirements of the 
job (Holton 2005). 
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2.4 Work environment 
 
The work setting is of primary importance (Noe and Schmitt 1986) for the social context 
found within an organizational culture is directly linked to the level of transfer.  Climate for 
transfer is defined as the trainee‘s perceptions about characteristics of the work-environment that 
influence the use of training content on the job (Colquitt, et al. 2000a). The perception of support 
from supervisors and peers as well as various task constraints either directly or indirectly impact 
the level of transfer. If the level of support from a supervisor is positive yet the employee 
perceives the organization as unwilling and unsupportive toward the newly-acquired skills, then 
the level of transfer and associated level of performance is inhibited.  
2.5 Transfer climate  
 
Transfer climate is defined as the situations and consequences that either inhibits or helps 
to facilitate the transfer of what has been learned in training into the job situation (Rouiller & 
Goldstein 1993). (Enos et al. 2003) defines it as the individual or group perceptions and 
interpretations of the conditions and processes within an organization that promote or inhibit 
transfer-of-learning efforts.  Transfer climate is the set of variables that denote the interplay 
between the organization and the trainee that will either encourage or discourage the trainee‘s 
use of knowledge, skills, or abilities gained from training on the job (Cromwell & Kolb 2004). 
Transfer climate consists of work environment factors that Hawley and Barnard (2005) divided 
into work system factors and people factors. Work system factors are elements of the 
organization‘s culture that will directly or indirectly affect transfer. This includes the level of 
open communication, the ability and opportunity to use training received on-the-job, and the 
relationship between organizational and training goals (Hawley & Barnard 2005; Lim & Morris 
2006). 
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People factors, also considered a part of the culture, consist of supervisors and peers 
(Williams 2008) which includes the relational influence of coaching-mentoring relationships in 
post-training situations (Huczynski & Lewis 1980; Decker 1982). Finally, the third people factor 
is the existence of personal outcomes experienced by the trainee for attending and transferring 
the newly-gained knowledge (Hawley & Barnard 2005; Lim & Morris 2006). Lim and Morris 
(2006) found from the various research studies conducted in this area that the people factors 
listed above, especially supervisor influence, have the greatest impact upon transfer. Lim (2000) 
found in relation to supervisor support that the three most crucial things a supervisor could do to 
promote positive transfer is: for the supervisor to support and discuss utilization of the new 
learning; for the supervisor to have familiarization and involvement with the training; and for the 
supervisor to provide positive feedback and encouragement in relation to the training 
 
2.6 Individual performance and organizational impact 
 
Individual performance of the employee is the primary driver of transfer. As the 
employee gains knowledge from training and applies it in related job performance, positive 
organizational change occurs. The goal is that the organization benefits directly and indirectly 
from the improvement of the individual‘s performance (Yamnill & McLean 2001; Chen, et al 
2005). If employees‘-level of value for an organization are based on output of abilities as 
expressed as performance and this performance produces tangible results for the organization 
that allow it to achieve its goals and objectives, then understanding the mechanisms that creates 
and motivates the employee to transfer knowledge into the workplace is critical (Baldwin & Ford 
1988; Herold, et al. 2002; Hawley & Barnard 2005). 
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Organizational outcomes center on organizational results and this is characterized as a 
change (Holton 1996; Bae & Jacobs 2001). This change is observed at an organizational level as 
improved performance (Subedi 2006). Performance improvement is achieved through a change 
at the individual performance level (Yamnill & McLean 2001) but this determination is made 
through the combination of various factors such as: necessary resource allocations, productivity 
constraints, contributing external factors, and the linkage between strategic objectives with the 
training (Holton 1996, 2005; Machin 2002; Lim & Morris 2006). 
2.7 Holton model of transfer  
 
Elwood Holton (1996) identified the need to examine transfer more holistically by noting 
the flaws within the four-level model introduced by Kirkpatrick in the 1970‘s. Kirkpatrick‘s 
model was developed as a means to evaluate training sessions and the effectiveness of the 
training. The issue, according to Holton, is the limitation of the four-level model in identifying 
and evaluating all the possible constructs that underlie the transfer process both within the 
training itself and the work environment (Holton, et al. 2000). Furthermore, Holton argued that 
previous research sought to investigate transfer within unique organizational settings and not 
across multiple venues (Holton, et al. 2003). As Holton and his colleagues noted, there is more to 
training and transfer than the training design and delivery of the training session within one 
organizational setting. Holton (1996), building on the work of Noe and Schmitt (1986) and 
Baldwin and Ford (1988) and others theorized that transfer occurs at three levels: learning, 
individual performance, and organizational performance/results (Williams 2008) which are 
fundamentally a result of a combination of three factor domains of ability, motivational factors, 
and organizational / environmental influences as well as secondary influences that are not 
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indicated in Kirkpatrick‘s model (Holton 1996, 2005; Kirwan & Birchall 2006; Holton, et al. 
2008) 
2.8 Summary 
 
The transfer process includes three major elements: the trainee, the training, and the 
organization environment. The literature reviewed demonstrates the interplay of these 
interactions and corresponding results. Transfer must include these elements with the 
understanding that transfer is a dynamic process that is subject to a level of variation that will be 
unique to each training situation and individual trainee. This literature review provided an 
overview of training transfer, including models of transfer, and the importance of personal, 
training, and work environment factors in training transfer.  
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3. Methods 
 
This chapter is organized into five sections: research design; study setting & participant 
recruitment; data collection; and, data analysis, along with an ethics statement.  
3.1 Research design 
 
We used in-depth interviews with key informants who were working at the district offices 
of relevant ministries. This methodology was deemed appropriate because the primary purpose 
of the study was to learn about government officials perceptions about how they were applying 
skills they learned at the CLTS managerial training. There are two ways we could have learned 
about perceptions of application of the gained skills: 1) by interviewing government officials 
who received the trainings, and 2) by interviewing beneficiaries of the government officials’ 
services in the districts. We chose to interview government officials because they were the key 
implementers of the CLTS program and thus successful scale-up and sustainability depended on 
their application of learned skills. In addition, the second alternative, although objective, would 
have required more time and other resources, which were not available. Key informant 
interviews are also useful for getting insights about an intervention or methodology. In this 
study, insights may influence content of future trainings. 
3.2 Study setting & participant recruitment  
 
The study was carried out in Kilifi and Homabay counties. Research Guide Africa 
(RGA), a research company, was contracted to recruit study participants and administer the 
interviews. 26 district government officials in Kenya from each of two sub-counties in Kilifi 
County and Homa Bay County (n=52) who were involved directly or indirectly on sanitation 
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matters were selected to participate in the training. Twelve of the participants worked in the 
health and sanitation sector, and the remaining 40 worked in other fields including 
administration, agriculture, education, environment, gender, social services, water and youth. 
Purposive sampling was used to select the participants who were deemed to be the most relevant 
district officials for the objective of scaling up CLTS activities by the ministry of health.  
3.3 Data collection 
 
We developed structured interview guides (Appendix A) for data collection that were 
designed based on the research questions and the conceptual framework-to identify detailed 
information on how organizational factors, knowledge sharing, and external factors influenced 
improved programming based on the conceptual framework (Figure 1).   
The guides were reviewed by researchers at the University of North Carolina - Chapel 
Hill to ensure they focused on the study’s research questions, included open-ended questions, 
and relevant probes to garner additional details. Researchers from UNC-CH trained the RGA 
team on the interview guide. During RGA training, the tool was again tested and refined for 
clarity and cultural appropriateness. Two interviewers were trained for two days on skills 
necessary for building capacity on CLTS scale-up; skills included partnership, resources 
mobilization and supervision. Individual in-depth interviews were conducted in participant’s 
workplaces for 30 to 60 minutes between June and July 2015. The interviews included open-
ended questions and some follow-up questions to solicit specific responses. Interviews were in 
English with explanation in Swahili when necessary.  
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Interviews were audio recorded and transcribed verbatim by the interviewer. Where 
Swahili was used, the transcribers translated the sections into English. A reverse translation 
process was completed by the second interviewer to ensure consistency in translation.  
3.4 Data analysis 
 
Interview transcripts were coded using Atlas.ti, qualitative data analysis software. Coding 
and data analysis was structured to allow themes to emerge from the data using a bottom-up 
approach. Transcripts were coded first by interview section, then by inductive and deductive 
themes. Coding began with codes identified from review of transcripts.  We then identified 
additional codes that emerged inductively from the transcripts. The codebook was kept 
consistent following the completion of the first stage of coding. We then applied the themes we 
had to all transcripts. Themes were categorized into outcome and influence categories from the 
conceptual framework, and then the framework was used to interpret themes and understand 
links between outcomes and influences. 
3.5 Ethics statement 
 
The participants involved in the study were recruited after informed consent was 
obtained. This study was based on voluntary participation amongst the target population. The 
respondents remained anonymous during the interviews and were only identified by numbers. 
We received ethical approval and all relevant research permits or exemptions from the 
University Of North Carolina Office Of Human Research Ethics (IRB 13-0937) and Kenyan 
National Commission for Science, Technology and Innovation (NCST/RCD/12A/013/17). A 
copy of the consent form is included in Appendix B.  
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4. Results and discussion 
  
We used the conceptual framework to organize findings and identify links between 
trainee influences and improved programming outcomes of the training. Initial training resulted 
in trainees learning about CLTS and thinking critically about implementing it in their counties. 
The target individual performance outcomes of the training program were application of the 
three management skills—partnership, supervision and resource mobilization—to work activities 
4.1 Research objective 1: To understand how the government officials 
described the effect of the Plan-Kenya training on sanitation program 
 
We asked study participants about the impact of the CLTS management training on their 
job activities sanitation programming in their counties at large. All the participants noted the 
training had helped them improve sanitation programs. They reported improved adoption of 
CLTS by community members, noting that temporary latrines were now being converted to 
permanent structures. Participants also noted that most of the sub-locations in their counties were 
becoming open-defecation-free areas thanks to the training. The quote below represents a 
participant’s belief about the outcomes from the training:  
 “..When it comes to sanitation, we are doing much especially in term 
of latrine coverage and improving on the latrines structures. Initially, 
community members had temporary structures but now we are seeing 
they are coming up with more permanent structures. One of our sub-
location has been declared open defecation free and they are now 
improving construction more latrines using ‘Makiga’ brick making 
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machine that was purchased by Plan Kenya. So there is improvement 
when it comes to the sanitation situation…” 
Participants also noted improved communication and partnership between their 
departments with both the communities and NGO’s within the counties. By using the skills they 
learnt from the training, they had been able to bring different partners on board to help improve 
sanitation programs within their counties. As a result of this partnership, they are now able to 
share tools and innovations with different partners such as the Makiga brick making machine that 
is helping communities build permanent structures. The quote below illustrates a participant’s 
belief about the outcomes from the training on partnership and communication:  
“…there is a change and many partners are buying in on the idea of 
CLTS…CLTS been positively taken up by the community members. In 
addition, when we come to interdepartmental, that is, meeting with 
other government departments for reviews we all speak the same 
language of community led total sanitation….” 
However, one of the participants was concerned by lack of effort some of the 
communities in their county were putting in to ensure improvement in sanitation practices. The 
participant expressed that some community members were still not able to embrace proper 
sanitation practices despite the ministry’s effort to educate the communities. Probably, the 
community members could not afford building a latrine to help with improved sanitation and still 
practiced open defecation.  The following excerpt serves to illustrate this view:  
"…our people are not very receptive on this sanitation issue that is why 
you hear Homabay reporting a few cases of cholera. This is because our 
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people have not taken the issue of latrine construction very 
seriously…” 
In summary, under this objective participants in our study reported that there was 
improved communication and partnership as well as adoption of quality latrines as a result of the 
CLTS management training. In addition, they believed there was increased sharing of tools and 
innovation by different sanitation actors that led to increased resource utilization on sanitation 
programs, which led to overall improvement on sanitation programs in their counties. These 
results are in line with findings from previous research which found that training impacts 
employees’ performance partly through improved employees’ skills, enabling them to know and 
perform their jobs better (Wright & Geroy 2001; Swart et al. 2005; Harrison 2000; Appiah 
2010). 
Following our conceptual framework, we can make the connection between the training 
and their work which led to improved programming. There is a connection on how knowledge 
sharing by the participants had increased communication among several partners involved in 
sanitation programs. Knowledge sharing enabled community members to build more permanent 
structures. It also led to increased use of innovation such as the use of brick making machines to 
help improve sanitation facilities. 
4.2 Research objective 2- To assess how district government officials 
described their application of skills gained during CLTS managerial training 
4.2.1 Partnership 
 
Study participants were asked for their views on how they had used the partnership skills 
they gained from the training in their jobs. Further, they were asked to share how they had used 
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this skill to build partnership with ministries and non-governmental organizations involved in 
sanitation programs.  
Participants reported that there was improved inter-departmental and inter-ministerial 
partnership after the training unlike before, where they worked independent of one another. They 
described improved communication and collaboration on sanitation programs, which enabled 
them to understand the importance of working together on similar projects that each department 
was involved in. As a result of the improved collaboration, they believed there was less 
duplication of activities and programs within their counties. The following are sample quotes are 
referring to how collaboration changed after training:   
“The few meetings I have attended with these partners, organized by 
the ministry of health, I think the collaboration with partners is very 
good. Because even these partners that is actually their work, so they 
only need somebody who can coordinate them so that their work is not 
duplicated. So like now the ministry of health usually plays a key role 
coordinating all the stakeholders, all the partners in specific areas. And 
they are the ones who have all the information on what these partners 
are doing and how they are doing, so even if you want to know more 
about CLTS, you go to the Ministry of Health and they will tell you, 
‘these are our collaborators’ ” 
“...we have improved the way we carry out our meetings. Previously it 
took long to assemble meeting but now we have been having weekly 
meetings which are attend [sic] by all stakeholders…” 
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“On my side, I have noticed improved partnership especially on 
partner collaboration. As you know public health cuts across most of 
the departments. Since we are the key stakeholders, we are working 
with other relevant ministries such as the ministry of water, 
agriculture, environment and youth affairs thus making us to be like 
one unit” 
Participants also expressed they were now able to engage constructively with non-
governmental organizations regarding implementation of sanitation programs. They described 
improved communication with external partners as well as having the skills and ability to form 
new and strong partnerships with other key stakeholders. One participant noted: 
 “….being in government, we partner with organizations such as PSI-
Kenya. We are now receiving support from USAID and Afya II on 
maternal health programs on HIV prevention. They give use enough 
support when during on various projects.”  
Our findings show that participants claimed they were using the partnership skill to 
improve communication with various partners as well as in program coordination. Dialogue 
plays a key role in facilitating collaborative learning and transforming mental models within a 
group (Schein, 1995). It is social learning at its best (Comstock and Fox, 1995). Deep dialogue 
becomes a vehicle for creating “sacred space’’ through conversation (Gerard and Teurfs, 1996).   
Following our conceptual framework, we can make the connection between the training 
and the government officials’ work which led to clarification of roles and responsibilities due to 
participant’s application of this skill. Collaborative learning, as the basis for effective 
organizational team building, requires a level of personal familiarity, intimacy and trust, 
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allowing team members to listen to one another with respect and understanding (Comstock and 
Fox, 1995). Our findings show that clarification of roles and responsibilities led to proper 
organization of meetings both at the ministry and with partners outside the ministry due to 
improved communication. Encouraging shared interests, common values and mutually satisfying 
solutions are essential to leveraging the potential of knowledge workers (Quinn et al., 1996).  
4.2.2 Resource mobilization  
 
Study participants were asked for their views on what they were currently doing to 
mobilize resources in their departments for sanitation programs as well as how they were using 
the skill on their jobs. Few participants reported that were using the resource mobilization skills 
they learned from the training to write funding proposals to solicit money for CLTS activities. 
However, at the time of the interviews, none had mobilized any funds after submitting their 
proposal to relevant funders. One participant noted:  
 “…we have written a proposal to the county government to help us 
purchase brick making machines for all our 71 community units. We know 
these machines will improve the quality of latrines built thereby increasing 
the sanitation of these communities….” 
Further, most of the participants reported that there was a designated official within the 
ministry who was in charge of mobilizing resources for programs being implemented by the 
department and ministry at large. One participant noted: 
“There is a secretariat at the headquarters, which is charged with resource 
mobilization. Otherwise at county level, we cannot mobilize resources”. 
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Our findings show that most of the participants were now more proactive in seeking their 
own resources at the county level unlike before where they could not write funding proposals. 
After the training, the participants had learned what resources were available to them as they 
were now able to identify potential donors from whom they could ask for help with resources. 
However, a few participants mentioned they were unable to fully utilize this skill as there was a 
designated person within the Ministry responsible for resource mobilization.   
 Analysis using the conceptual framework indicates that the organizational factors 
affected how the participants were using this skill to improve programming. Modifiable 
organizational constraints can be identified by assessing context using the conceptual framework. 
Resources can be funding, information, local labor, community-owned land, local construction 
material, or money to purchase or acquire any of these. We realized that the training had limited 
the definition of resources to imply funding only. This may have limited the application of this 
skill by the government officials. Future trainings should include skills on mobilization of other 
types of resources that may be available within communities.  
4.2.3 Supervision 
 
Study participants were asked for their views on how they were using the skill of 
supervision on their job and whether they were also receiving reflective supervision to help them 
perform their duties effectively. Participants mentioned they were receiving reflective 
supervision from their superiors although they believed it was inadequate because it lacked 
quality feedback. One participant noted: 
"For them when they come they want to see whether am implementing all 
the ministry policies and programs. They give me a feedback; usually we 
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have a wrap up but I have never seen a feedback, we have a final meeting 
maybe going to the field or 1 or 2 things in whatever areas they had 
interest in, then we come and have a wrap up meeting then we call it a 
day" 
In terms of the participants’ ability to supervise others, most of them reported that 
understaffing within their departments had been a barrier to their application of this skill. One 
noted:  
"Unfortunately when we talk about staff, they are not even there, because 
when you talk about this office, it is just me and the driver. So when you 
talk about staff, it may not make much sense" 
Despite being supervised, participants agreed the supervision lacked quality as there was 
lack of adequate feedback from their supervisors. Participants had learned from the training what 
good supervision entailed and were able to identify they were not being given quality 
supervision. The other organizational challenge was understaffing. This greatly affected how the 
participants used their supervision skill. Noe and Schmitt (1986) explained that, the perception of 
support from supervisors and peers as well as various task-constraints either directly or indirectly 
impact the level of transfer of supervision skill. If the level of support from a supervisor is 
positive yet the employee perceives the organization as unwilling and unsupportive toward the 
newly-acquired skills, the level of transfer and associated level of performance is inhibited. 
4.3 Limitation 
 
This study relied on self-reported data, thus it is possible that social desirability bias 
caused by respondents were  reporting what they believed interviewers wanted to hear, which 
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may have biased our findings. The meaning placed on the effectiveness of transfer and improved 
job performance was dependent on participants self-reports. The study only addressed trained 
district government officials because they were the lead implementers of CLTS programs at the 
district level. This limited understanding how well they had transferred their skills and the 
impact they had within the organization as they were the only people interviewed. The study 
would have benefited from pre- and post- analyses of the population to better determine transfer 
skills beyond what was stated during the interviews.  
4.4 Recommendation for further research 
 
Building on this research study, we recommend future research as follows: 
Future researchers should employ a longitudinal design that allows for better control and 
observation of how the government officials transfer the skills they acquired in the training. 
Replication of this study using a larger sample would enhance its validity.  
Future research should include other research methods in addition to interviews guides to 
collect data from one set of actors.  This study relied heavily on self-reporting by each study 
participant and was therefore prone to bias. Future research should include behavioral and 
cognitive instruments as well as third party observations. An expansion of the research 
methodology would provide a more detailed picture of how these skills transfer occurs and how 
to improve efficiency of the process. This would further limit intentional or unintentional 
researcher biases and provide richer data for analysis and comparison. Using additional methods 
for measuring skills transfer such as observations and pre-test and post-test interviews people 
within the department and the communities would validate findings.  
 25 
 
Future research should focus on training and evaluating district government officials who 
are directly involved in WaSH activities as the conceptual framework developed in this study 
was meant to evaluate WaSH trainings. 
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5. Conclusion 
 
Several key findings were observed from this study. District government officials 
indicated the training had helped them to clarify their roles and responsibilities and this led to 
reduced duplication of activities. There was also improved communication. The officials claimed 
they were now more proactive in seeking their own resources and were able identify potential 
donors. Supervision was still a challenge as they believed they were not getting quality 
supervision. 
We show the importance of ensuring that the trainees are provided with the skills that are 
relevant to their job description and which they can apply based on the responses of the 
participants who were unable to apply skills that were being carried out by designated persons 
within the ministry. We propose that workshops on building and maintaining partnerships are 
available within the ministry. This is because partnership led to improved coordination of 
programs as well as increasing collaboration on programs by different stakeholders within the 
district. We also learned that communication and planning with partners on different projects had 
improved after the training on because of the partnership skill that the participants were exposed 
to. We propose that only the key stakeholders within the ministry that are involved in mobilizing 
funds should be trained on this skill. Sensitization of national government officials who 
supervise the district government officials needs to be carried out. This will help to ensure that 
reflective supervision is well carried out which will in turn will motivate the district government 
officials to replicate the same at the district level.    
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To better understand and measure how skills transfer occurs within an 
organization, we call for further research. We highly recommend a longitudinal study to be 
employed in future studies. 
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Appendices  
Appendix A: In-depth Interview Guide 3 
 
For trainees who have NOT changed position or job since the training 
Interview 3 is scheduled directly after approximately 18 months after the training by Plan Kenya. 
Research question 
1. How do the government officials describe the effect of the Plan Kenya CLTS training on sanitation 
programs? 
2. How does the government support individuals (district officials) to transfer the CLTS knowledge they 
gained from the Plan Kenya training program to other individuals and the organization? Specifically, to 
what extend have the following knowledge and skills been transferred? 
a. Resource mobilization  
b. Partnership 
c. Supervision  
Interview goals: 
1. Assess monitoring/reporting of CLTS activities and outcomes 
2.  Assess partnership with government and NGO stakeholders 
3. See how trainees have applied the training in their job 
4. Assess the perceived value of the mentoring 
5. Determine if and how trainees have attempted to pass on their learning to others  
a. CLTS knowledge transfer 
b. Management skills 
 
Instructions to the interviewer: 
 If an interviewee gives a vague description, ask them if they can provide a specific example.  This 
is especially important for: 
o “Why or why not?” questions 
o “How…?”  questions 
 Make sure to ask every question unless a question is in parenthesis 
 Ask all questions the way they are written (questions numbered 1, 2, etc.) 
 Add notes on body language (e.g. head shaking, nodding, excited hand gestures, etc.) to the 
interview transcripts. 
 Continue to record interruptions in the interview and laughter in the interview transcripts. 
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INTERVIEW BEGINS HERE: 
Introduction: 
“Good morning/afternoon. My name is __________, and I work for Research Guide Africa. I am working 
on a research project with the University of North Carolina at Chapel Hill. You may remember that we 
interviewed you last June 2014. You had already been consented to be in this study and gave us 
permission to contact you in the future. Your last interview was very valuable and we would now like to 
interview you again. This interview will last approximately one hour. This will be our last intervi ew.  I 
would like to record this interview so that I can write a clear report from our discussion, but you may ask 
that the recorder be switched off at any time. This study is completely voluntary, and you may skip any 
questions or stop at any time. This interview is private and confidential, when we write any reports, your 
name and identity will not be included in any way. May we begin our discussion?”  
Interview Guide 
“I would like to ask you a few questions about the training program led by Plan Kenya that happened 
almost two years ago. Please think back to this training when answering your questions.” 
Warm up questions (Allow 2-3 minutes) 
1. “Please tell me your thoughts about what people in your district/County are doing to promote 
the sanitation programs.” 
a. “What are they doing to promote?” 
b. “How are they doing” 
c. “Who is involved” 
Main Questions  
2. “How have you used information from Plan Kenya’s CLTS training in your position over the two 
year?” (Allow 5 minutes) 
a. “Is there a particular thing from the training that you have been able to apply to your 
job?” 
i. Yes  “Can you please give a specific example of what you have used and how 
you have used it?” “What was the outcome of using this information?” 
ii. No  “Why have you not been able to apply the training in your job?” 
b. “How do think others who were in the training used the information from Plan Kenya’s 
CLTS training?” “Can you cite examples” 
 
3. “What aspects of your job require the knowledge and skills that you learned during the 
training?” (If they don’t recall, remind them of resource mobilization, partnership and 
supervision) (Allow 4 minutes) 
a. “Can you give me a specific example of how you used the knowledge and skills from the 
training in this aspect of your job?” 
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b. “Do you think that use of the knowledge and skills from the training has improved your 
job performance?” 
i. “Can you give me a specific example?” 
4. “Can you talk about how decisions are made regarding sanitation programs at the county/ sub 
county office?” (Allow 4 minutes) 
a. Yes  “Can you tell me more about that?” 
b. “Are there key people who make these decisions?” (Prompts: what are their 
designations, what decisions do they make, how long do they take to make the 
decisions) 
 
5. “What about your department, has it helped you to be a good supervisor on sanitation 
programs?” (Prompts; if they are not involved in Sanitation Program, how has it helped them in 
their roles or job description) (Allow 5 minutes) 
a. “What do you do to support staff to successfully implement the goals and objectives of 
sanitation programs?” 
b. “What specific trainings topics would be helpful to promote supervision of sanitation 
programs” 
c. “Do you think your staff need more support from you to carry out sanitation programs?” 
d. “Do you receive reflective supervision?” (Are they supervised themselves) 
e. “What are the specific challenges for supervising sanitation programs?” 
 
6. “How do you feel about partnership involvement, commitment and ownership of scaling up 
sanitation programs between”: (Allow 5 minutes) 
a. “Government departments”  
b. “With NGOs” 
c. “Is there any support from the (governmental departments or NGOs) that helps you 
apply the skills?” 
 
7. “Have you worked on any projects involving partnerships over the last two years?”  (Such as 
NGOs or other government departments?) (Allow 5 minutes) 
If yes: 
a. “Who were these partnerships with?” 
i. “What did these partnerships involve?” 
ii. “What was the role of the partner?” 
b. “Since the training from Plan Kenya, do you think the knowledge helped you when 
you were working with partners?” 
i. “Why or why not?” 
 
8. “Are there staff members who didn’t attend the CLTS training who have learned about it from 
those who did attend?” (Allow 5 minutes) 
a. Yes”Can you tell me more about that?” 
 37 
 
b. No”Can you tell me more about why not?” 
c. “Is there any support inside the organization that helps you mentor others with 
information from the CLTS training?” 
d. “Since the CLTS training, have you made any changes to how you mentor fellow staff” 
“If yes tell me how?” “If no why not?” 
 
9. “If you talk to someone about the CLTS information (aim is to see if they talk about resource 
mobilization and partnership), what kinds of things do you talk about?” (Allow 2-3 minutes) 
a) “What’s the easiest information to share?” 
b) “Is there anything that’s difficult to talk about?” 
c) “ What information do you talk to partners/ potential partners or inter-departmental 
heads  
 
10. “Do the national government goals in your department allow you to promote skills and 
information you learned from the training?” (Allow 2-3 minutes) 
Yes”Can you tell me how?” 
No”Why do you think this is the case?” 
11. “Who do you currently consider as part of your resource mobilization network in promoting 
sanitation programs?” (Allow 5minutes) 
a. “Who and what’s their role” 
b. Who in your organization is currently responsible for resource mobilization? 
c. “How” 
 
12. “Since the training by Plan Kenya, have you worked on resource mobilization for sanitation 
programs in your department?” (Allow 2-3 minutes) 
a. “If yes how”  
b. “If no, why”  
c. “What worked”  
 
13. “Do you have sufficient funding to carry out sanitation programs?” (Allow 5 minutes) 
a. “Is there funding allocated/ promised for sanitation in the future.” 
b. “Is it sufficient”  
c. “What is your opinion on how this can be sustained?” 
d. “What level of funding do you have to carry out sanitation programs?” 
e. “How long is the funding” 
f. “You were trained about mobilization and partnership. How have you put this into use?” 
 
Round up questions 
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14. “From your experience in the Plan Kenya CLTS training, what areas should future training cover 
to promote sanitation program?” (Allow 2-3 minutes) 
a. “What could be done differently?” 
 
15. “Is there anything else you would like to share on sanitation programs?” (Allow 2-3 minutes) 
 
Appendix B: Consent form 
CONSENT FORM 
 
Title of Study:  Testing CLTS Approaches for Scalability 
Principal Investigator:  
Jamie Bartram, University of North Carolina at Chapel Hill (UNC-CH): jbartram@email.unc.edu 
Funding Source and/or Sponsor: Bill and Melinda Gates Foundation 
 
Good day, I am (your name). I am representing the partnership between Research Guide Africa in 
Kenya and the University of North Carolina in the USA.  I am here to ask you to take part in a research 
study. I would like you to read through this letter that describes the research study. I will explain any 
parts of this letter that you may find unclear.  If you consent to take part in the study, please sign the 
bottom of this letter. You will be given a copy of this letter for your records. 
________________________________________________________________ 
 
What are some general things you should know about research studies? 
I am asking you to take part in this research study.  To join the study is voluntary.  
You may refuse to join, or you may withdraw your consent to be in the study, for any reason, without 
penalty. 
 
Research studies are designed to obtain new knowledge. This new information may help people in the 
future.   You may not receive any direct benefit from being in the research study. There also may be risks 
to being in research studies. 
 
Details about this study are discussed below.  It is important that you understand this information so 
that you can make an informed choice about being in this research study.   
 
I will give you a copy of this consent form.  You should ask the researcher named above, or staff 
members who may assist him/her, any question you have about this study at any time. 
 
What is the purpose of this study? 
The purpose of this study is to learn about your experience with the training workshop that will be led 
by Plan International Kenya, and how it may help you in your work practices. This will help us to improve 
the training workshop in the future by making it more relevant. We hope to improve sanitation and 
hygiene efforts both in Kenya and globally by collecting and sharing valuable information on 
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management and monitoring practices.  You are not required to participate in the research evaluation; 
further, no one at Plan International Kenya will know who volunteered to participate.  
 
What will happen if you take part in the study? 
If you decide to participate in this study, you will be asked to fill out a 1-page questionnaire at the 
beginning of the training, and to be interviewed 3 times over the next 18 months. Each of these 
interviews will take approximately 1 hour to complete. These interviews will include a few questions 
about your experience with the training workshop, your job activities, and about sanitation and hygiene. 
The interviews will be audio-recorded, and the interviewer will write down some notes as well. We 
would like to interview you even if you change your position or job after the training has been 
completed. On the second page of this letter, you will have the option of providing your personal 
contact information. This information will not be shared outside of the study team at Research Guide 
Africa, and will not be reported to Plan Kenya or the UNC. This contact information would only be used 
to contact you to arrange for follow-up interviews. This information will be destroyed at the end of the 
study. 
 
What are the possible benefits from being in this study? 
Research is designed to benefit society by gaining new knowledge. The benefits to you from being in this 
study may be that as a result of this study, you receive new information that can help you in your job. 
 
What if we learn about new findings or information during the study?  
You will be given any new information gained during the course of the study that might affect your 
willingness to continue your participation. At the end of this study, we will share any reports and 
findings publicly. 
 
What are the possible risks or discomforts involved from being in this study? 
There are no physical risks to you from this study. There is a risk that some of the questions may make 
you uncomfortable. You have the option of skipping any question you prefer not to answer.  
 
How will information about you be protected? 
If you consent to participate in this study, your information will be kept confidential. Your individual 
data will only be seen and heard by the study team at the University of North Carolina. Your information 
and interview responses will not be shared with Plan International Kenya. The audio-recordings will be 
transcribed, and the written transcripts will be sent to the investigators at UNC. At the end of the study, 
the tapes will be destroyed. To ensure confidentiality of your responses, we will never share your name 
in any reports or publications. Any results or reports shared publicly will not identify any individuals 
included in the study. 
 
What if you want to stop before your part in the study is complete? 
The decision whether to be in this study is entirely yours. Participation is voluntary. You can refuse to 
participate, or withdraw from the study at any time, and such a decision wi ll not affect your relationship 
with Plan International Kenya or the University of North Carolina. 
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Will you receive anything for being in this study? Will it cost you anything to be in this study?  
You will not receive anything for participating in this study, nor will it cost you anything to be in this 
study. 
What if you have questions about this study? 
If you have any questions, please contact Research Guide Africa:  (contact information) 
What if you have questions about your rights as a research participant? 
All research on human volunteers is reviewed by the National Council for Science & Technology that 
works to protect your rights and welfare. If you have questions or concerns about your rights as a 
research subject, or if you would like to obtain information or offer input, you may contact the NCST at: 
info@ncst.go.ke or 254 - 02 2241349 or contact the UNC-CH IRB at 1-919-966-3113. 
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Participant’s Agreement: 
 
I have read the information provided above.  I have asked all the questions I have at this time. I 
voluntarily agree to participate in this research study. 
_____________________________________________________   _________________ 
Signature of Research Participant      Date 
 
_____________________________________________________   _________________ 
Printed Name of Research Participant      Date 
 
Please check the line that best matches your choice: 
 OK to audio-record me during the study (your audio-recordings will not be shared beyond the study 
team) 
 Not OK to audio-record me during the study 
 
Please check the line that best matches your choice: 
 OK to contact me for a follow-up interview if I change position or job (enter contact information 
below) 
 Not OK to contact me for a follow-up interview if I change position or job 
 
 
Personal contact information: 
____________________________________________________________________________Full name 
____________________________________________________________________________Email 
address(es) 
____________________________________________________________________________Phone 
number(s) 
 
Research Team Member’s Confirmation: 
I have provided the consent form to the potential research participant, and answered any questions 
they had. The potential research participant has: 
 Given consent to participate in the study 
 Not given consent, and declined to participate 
 
_____________________________________________________   _________________ 
Signature of Research Team Member Obtaining Consent   Date 
 
_____________________________________________________   _________________ 
Printed Name of Research Team Member Obtaining Consent   Date 
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Appendix C: Quotes from transcripts  
 
Supervision Quote Responses 
"Unfortunately when we talk about staff, 
they are not even there, because when you 
talk about this office, it is just me and the 
driver. So when you talk about staff, it may 
not make much sense" 
"For them when they come they want to see 
whether am implementing all the ministry 
policies and programs. They give me a feedback; 
usually we have a wrap up but I have never seen a 
feedback, we have a final meeting maybe going 
to the field or 1 or 2 things in whatever areas they 
had interest in, then we come and have a wrap up 
meeting then we call it a day" 
"On supervision actually we do the 
supervision  during the implementation of 
the project however when this product is 
being used our related partners also do 
supervision on behalf of us incase there is 
anything that is going on they just inform us 
and so in other words we do supervision 
together or hand in hand" 
"that has made my work performance improve 
because previously follow up was not as intensive 
and by the time I get to know of a problem the 
systems are almost all run down or out at least 
with Plan training I learnt the importance of 
continuous follow up and monitoring that makes 
me to arrest any situation on time" 
"I have been able to apply so many things 
from that training and something unique that 
I learned from that training was how a 
supervisor should conduct himself when 
implement CLTs activities moreso when 
going for supervision during a triggering 
session and so it has motivated me and has 
made me to pick up some issues to discuss at 
grass root level and so immediately after 
triggering Iam able to have a self assessment 
of that triggering process" 
"The point remains the same that we have very 
many partners who are interested in community 
health and when they come and I talk to them and 
I supervise them and so when they plan an 
activity it goes back to the divisions and so 
actually the programs are running and the 
activities are running bit when you come to the 
direct support from the county that this is the 
allocation for this that one doesn’t exist"  
"I have shared with them and even 
demonstrated to them on how to trigger and 
as you know they have the basic knowledge 
on how to trigger from college and as I stated 
earlier we need a full training for them not 
for a week but longer and I liked the multi-
sectoral approach that Plan Kenya used 
because sanitation is not only a ministry of 
health issue but involves all sectors"  
"Yes I am supervised by the MOH-(medical 
officer in charge of health) in Mombasa County"  
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"My staffs are well trained and only what we 
have nowadays called support supervision is 
what I can organize in case an area seems 
non -responsive or is reported as not doing 
well in terms of sanitation" 
"Yes as I said Mr. Sigomba is my supervisor as 
well as the CPHO –county public health officer 
supervise my work through a follow up of the 
reports that I submit on a monthly basis" 
"Supervision has become more helpful since 
moving from Kilifi now that I have a big 
team under me" 
  
Partnership Quote Responses 
"The few meetings I have attended with these 
partners, organized by the ministry of health, I think 
the collaboration with partners is very good. 
Because even these partners that is actually their 
work, so they only need somebody who can 
coordinate them so that their work is not duplicated. 
So like now the ministry of health usually plays a 
key role coordinating all the stakeholders, all the 
partners in specific areas. And they are the ones 
who have all the information on what these partners 
are doing and how they are doing, so even if you 
want to know more about CLTS, you go to the 
Ministry of Health and they will tell you, ‘these are 
our collaborators’. They have all the information" 
"all the stakeholders were now coming in 
together now to face it as a challenge. It is 
now being talked in various forums. 
“Ideally they are much more involved from that 
time when we met because as I earlier stated we 
continue to plan and implement activities together , 
for example we have some departmental heads for 
example from water , the district water officer 
going out to the field to do follow ups like when we 
have triggered a village and our officers are in the 
field ,he has come out to support that and even the 
same has happened with the Adult education officer 
,the DDOs(District development officer) planning 
office and the DSDO(district social development 
officer). All of them have literally gone to field to 
follow up or evaluate progress of sanitation 
programs” 
“In fact on partnership what I can say is 
that it was emphasized during this training 
and that is why when we were 
approaching them they were  already 
aware and I t was like we were just 
implementing g what we had already 
agreed on because they were already there 
implementing the project as we had 
planned”  
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“On partnership whenever we want to do an 
infrastructure when we do partnership at least the 
results can be seen very easily like now there was a 
proposal for a project in ganze –bamba  the county 
actually which is our department as water affairs 
did the survey and design and came up with the 
whole design and so now we approached Kenya 
Red cross Malindi branch and infact they agreed to 
support it to the tune of 80 million although it is an 
integrated system whereby we have a pipeline and 
so it’s a ‘WASH ‘ program  whereby there will be 
the  hardware and the software and so as I said the 
project cost will be 80 million” 
“Actually on my side it has really 
improved because collaboration has been 
good and public health cuts across most of 
the departments and like with the 
stakeholders we are working with other 
relevant ministries and we virtually 
become like one thing like the ministry of 
water, agriculture, environment and youth 
affairs.” 
“What I am seeing It becomes easy to integrate the 
activities but the difficulty with  the  coming of 
devolution part  changed but had the ministry 
remained in the previous national government it 
would have been easy to move around                                                                                                                                                                                                    
For the other departments for us to solicit for funds   
to run these activities it remains a challenge like 
when planning it becomes very difficult for us to 
work together. For devolution this is the thing that 
curtailed the way we would have wished to work”. 
“Since we are in government for us the 
partners are the stakeholder’s in terms of 
nutrition we have gotten support  from PSI 
– kenya and we have gotten  also support 
from USAID with Afya plus and are
supporting the maternal health programs 
like really helping in prevention of mother 
to child transmission and HIV prevention 
and also give us support for our meetings 
and there are also those that I almost 
forgot WOFAK  that deals with mostly 
children and women and pregnant women 
and DSW also whose mandate is the same 
as WOFAK they also deal with maternal 
health” 
“Yeah we have also seen Amref that has come in 
and we have also trained apart from Plan Kenya 
that was only targeting 3 of our divisions and so we 
have seen that Amref has come in and we targeted 
the other areas that Plan doesn’t work in and we 
have trained our public health officers and officers 
in the office of the president in internal security that 
is the chiefs and the assistant chiefs in Kilifi 
county” 
 
“As I said that it never takes long as I said before 
we used to only have health management team 
meeting but nowadays we find that the officers in 
public health are really working on sanitation and 
so we have been having weekly meetings with them 
where all health officers must be there and each 
team has a leader like sanitation has their  leader  
and the person giving a health talk will all meet me 
and give me the progress and we also have the 
“Yes on advocacy and that was well 
applied when we worked with county 
government on sanitation policy and also 
on how to collaborate with partners for 
example when SNV and Amref came in 
the county we gave a comprehensive 
account of the problems on sanitation and 
what we had achieved so far and finally 
highlighted areas where we had gaps and 
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disease surveillance person who will tell us if there 
are any cases reported” 
needed assistance” 
“Yes because as you can see I stated earlier 
partnerships with Ngo’s and other departments and 
we have been able in the two years to improve 
water access to the local communities in Bahari, 
Ganze and Chonyi” 
“Amref and Plan Kenya supports us with 
the logistics to do follow ups and for SNV 
I would not go into detail as they don’t 
work in this sub county” 
 
Resource mobilization Quote Responses 
"For us we only depend on the government, because 
we cannot……we mobilize resources depending on 
what you want to utilize those resources on. So we 
don’t have specific people for specific programs, 
because you have to justify that resource mobilization" 
"We have a section in the 
headquarters but it depends on 
what they are lobbying for. 
Like now when we were 
lobbying for these materials, 
they know where to source 
them; they sourced them from 
UNICEF. There is a 
secretariat at the headquarters, 
which is charged with 
resource mobilization. 
Otherwise at County level, we 
cannot mobilize resources." 
"On that what I can say is that I have the knowledge 
however I have not been that aggressive due to 
competing tasks on my job however there is a good 
working relationship between ministry of water and 
partners like the other government departments e.g. 
public health, environment, irrigation as well as the 
Ngo’s and we share a lot in discussions whenever we 
partner as I tell them the resources we have and inform 
them of the challenges and areas where we need their 
support" 
"..chief officer has been 
spearheading when looking 
for donors to incorporate 
sanitation programs in our 
water activities." 
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"Being a program co-ordinator we don’t have specific 
allocation of funds to run that but through partnering  
and Iam selling the ideas to the donors and we have so 
many Ngo’s that are interested working in the 
community and WASH and  actually they need  to 
collaborate and work with us . Even in the school CLts 
….sorry! Infact I just remembered the UNICEF 
WASH also has the CLTs component"   
"Actually we have used 
resource mobilization like the 
fund that Iam telling you from 
the county government 
because the fund came from 
the governors kitty and 
actually we got fund using the 
skills I learnt from resource 
mobilization and the governor 
was actually for the idea and 
that he wanted us t improve on 
sanitation .Like we have been 
training our communities on 
SBCC that is the social 
behavior change 
communication also on 
sanitation"  
"we have done a proposal where we decided to 
purchase 71 Makiga brick making machines because 
all our community units are 71 and we have another 4 
that are not yet functional and yet we will have to 
equip them later on as well. In the 71 CUs we know 
that these will increase the latrine coverage and also 
improve on quality of latrines built thereby increasing 
the sanitation ladder in those communities will 
improve." 
"We are supported by the 
county government they give 
us financial support 
supervision and you know 
with curative finance this is a 
health blocking system and 
let’s say without health 
finance we can’t move 
however the government 
should concentrate on 
preventive medicine which is 
cheaper .Although the 
politicians   concentrate on 
curative finance where they 
showcase ‘ambulances’ 
(laughs) but for us we prefer 
going to the community , 
teach the community and 
create awareness on not only 
sanitation and all health issues 
and programs" 
"No as I said we sent a proposal and have not been 
funded , initially the county government allocated 15 
million that we didn’t use , the proposals we did for the 
county we proposed 24 million which will be  used the 
money for the community units which was proposed" 
 
 
Effects on sanitation program quote responses 
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"Our people are not very receptive on this 
sanitation issue that is why you hear Homabay 
reporting a few cases of cholera. This is because 
our people have not taken the issue of latrine 
construction very seriously but the campaigns 
which are going on, they are bearing fruits" 
Gender and Social office" 
"For us we don’t even make decisions, we 
only sensitize, we only mobilize telling the 
community what they are supposed to do and 
the benefits, just that. you cannot force 
people, but the ministry of health, they use the 
public health act, somebody can be arrested 
for not having a toilet in his compound" 
"so ideally we identified the sanitation strategies 
and we decided to move as a team to address the 
sanitation gaps and so we first did the mapping 
of all the villages in the sub county in Ndhiwa 
and also in Homabay in collaboration with other 
sister sub counties but now if I restrict myself to 
Ndhiwa after mapping out all the villages we 
decided to draw a road map which would enable 
us have a more focused step by step progress in 
matters of sanitation and so we decided  we 
target all the villages within a three to four  
years span and so we came up with our in 
excess of 600 villages in Ndhiwa sub county 
and so we planned to do a number of village  
every year to be ODF_Open defecation free!" 
 "We have had some partners like World 
vision, world vision has been constructing 
water structures and we have always been 
telling them to incorporate sanitation facilities 
in the water structures. We work hand in hand 
with world vision for example the one that I 
have told you ‘Shomela " 
"To me what I see happening is that there is a 
change and many partners are buying in on the 
idea of CLTs and although the pace is not as 
fast as we thought of but it has been positively 
taken and when we come to interdepartmental 
that is meeting with other government 
departments for reviews we all speak the same 
language of community led total sanitation .So 
it was taken positively by other ministries as 
well~CLTs /School health co-ordinator" 
"In sanitation we are doing much especially in 
terms of latrine coverage and improving on 
the latrines that people had done because 
initially they had done very temporary 
structures but now we are seeing they are 
coming up with more permanent structures 
and especially in one of our community 
whereby we have one sub location which has 
a community unit which was ODF and they 
have now come back with another way of 
improving on the sanitation ( interruption by a 
colleague who comes in and greets us ) and 
they did a proposal to Plan kenya and they 
were actually funded with ….aaaaah ! (Sighs) 
They were actually given or Plan actually 
purchased for them the ‘Makiga brick making 
machine’~CLTs /School health co-ordinator" 
" it’s we the department of health  that solely 
deal with the sanitation in these areas. Since 
moving from Kilifi to Mombasa, we have 
triggered one village towards being ODF area" 
~district medical officer of health" 
"we sensitize the youth on health and 
sanitation because this area is not ODF free 
and I know there are some people who have 
also been doing the same here about CLTs but 
I have not managed to meet them'-Youth 
development officer" 
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